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Executive summary

Coucing and mentoring play an important role in this study's discussion of personal and professional development. A person's potential can only be realised by participation in educational and mentorship programmes. People's potential has been realised via counselling and mentoring sessions in certain circumstances. They still possess the characteristics, but certain occurrences have limited the individuals' ability to provide information about their hidden talents. As a kind of individual assistance, mentoring involves a person sharing his or her knowledge, abilities, and connections with another individual who is experiencing challenges. The goal of coaching is to help coaches realise their full potential. The goal is to increase productivity while also fostering growth. Both methods are used on individuals to boost their performance.
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Introduction

To grow professionally and personally, one must engage in coaching and mentorship programmes. Coaching and mentorship programmes are necessary for people to discover their potential areas and skills. Some examples are identified where coaching, and mentoring has helped people realise their full potential. The individuals already possess the abilities, but some events prevent them from expressing them. Talent management, training, leadership initiatives, and a host of other responsibilities are all part of the coaching and mentoring process. Mentors and coaches participate in these sessions to assist participants recognise their own value and prepare for a more prosperous future. This research will examine the distinctions between coaching and mentoring, as well as the ways in which both may help someone's performance. These two aspects will be the focus of the study, which will include a thoughtful discussion of the core concepts of the two elements.


















1. Critically evaluate the similarities and differences between coaching and mentoring
Coaching, according to Nigel MacLennan, is the process of one person assisting another in unlocking their innate potential to perform, learn, and accomplish, as well as increasing knowledge of the elements that influence performance. Max Landsberg, on the other hand, defines coaching as "helping others improve their performance and learning abilities."
Eric Parsloe provided a good working definition: 'The goal of mentoring is to help individuals manage their own learning so that they may reach their full potential, develop their abilities, enhance their performance, and grow into the person they want to be.' (Parsloe E, 2019)
Both are beneficial to a person's growth. Both are built on one-to-one connections. Both functions best when the two people have a solid personal relationship. Both usually include a series of meetings spread out over many months.
Mentoring relationships are long-term in nature since they help people grow their careers in a more comprehensive manner. Coaching, on the other hand, is time-limited, with the expectation of achieving certain objectives within a specified time range. The first distinction is that mentoring is non-evaluative, while coaching is centred on assessing and improving performance changes. 
 ‘’ When we work with someone as a coach, we are often attempting to improve the quality of their thinking or their ability to deal with a specific problem they are experiencing or to create a specific change they want to see happen in their lives. The development of a person's human being is far more important while dealing with them as a mentor; we are concerned with their growth, their maturity, and so on. Mentoring is often referred to as "coaching plus" in the literature. As a result, a mentor has some relevant experience, which they use in a coaching approach to assist someone in growing and becoming smarter, rather than in resolving a specific problem. The two activities are really closely connected, and we have discovered that most skilled coaches use a mix of coaching and mentoring in their work. A competent coach and certain mentor traits are required as well as the ability to motivate others.’’ (Clutterbuck D, 2020)
Tangible and intangible benefits of coaching. Individual performance is improved by coaching, which boosts sales and revenue margins. This increases the efficiency of the company while simultaneously decreasing consumer complaints. Coaches may help you reduce your production costs, which is another visible advantage. Some of the intangible advantages of coaching include increased customer satisfaction as well as personal and professional growth.

Tangible and intangible benefits of mentoring. One of the most significant concrete advantages of mentoring is the increased interest of employees. This is beneficial in terms of improving the performance of the organisation. Employee morale is improved because of mentoring, and disputes among workers are reduced as a result. Mentoring, on the other hand, assists employees in understanding the necessity of maintaining a healthy work-life balance. Intangible benefits such as improved employee interactions and a more organised workplace culture are some of the advantages of mentoring (Passmore et al. 2017).
2. Critically evaluate the line manager as a Coach/Mentor. 
Great line managers establish a feeling of purpose in their employees though their job. Leaders are responsible for guiding their followers on a path to accomplish something that is important to all of you. It is the underpinning of a great evaluation how you are handled and how you may work together to give yourself the greatest opportunity for success and fulfilment in your employment. 
Management duties carried out by line managers are often divided into the following categories:
· People management on a day-to-day basis.
· Managing the expenses of operations.
· Providing technical knowledge and expertise.
· Creating work schedules and rotas.
· Work is being monitored, and the quality is being checked.
· Having to deal with consumers or clients.
· Measuring the effectiveness of an operation.
· They are investing in their employees.
· Creating work schedules and rotas
· Control of the product's quality
· Processes at work are being monitored.
· Employee productivity should be measured.
· Managing budgets is a difficult task.
· Providing technological knowledge is what we do.
· Taking care of requests for leave
· Providing a conduit for communication between the employer and the employees of the company (CIPD, 2020)

According to Sir John Whitmore, author of the book "Coaching for Performance," coaching is described as "unlocking a person's potential for them to maximise their own performance." It is assisting them in their learning rather than instructing them.  Managers who assume and feel they are coaching are often either educating (sharing knowledge), advising (offering advice), or directing (telling others what to do) to arrive to a solution as fast as possible, for example, "Do it this way" or "Why don't you do this?" Because it is sometimes necessary to make a quick decision or because a team member lacks sufficient knowledge to make their own decision, managers should avoid using this directive style all the time. This can lead to de-motivation and low engagement among team members because they are not encouraged to draw on their own resources and think for themselves, which can lead to de-motivation and low engagement among team members.
According to Clutterbuck (2004), one of the most important roles of a line manager is the supervision of the employees under their control. Clutterbuck goes on to claim that coaching and mentoring are two of the most effective methods of assisting others in their growth. However, there was also an acknowledgement that, regardless of the technique used, there would be potential conflicts and tensions in simultaneously serving as a line manager and a coach/mentor in the same work environment. To attain consistency while maintaining quality, line managers must focus on their coaching and mentoring skills. A suitable support structure is required to accomplish this consistency and retain quality. The line manager must be well prepared for their coaching or mentoring job, and they must be aware that the time commitment required for mentoring is likely to be much more than that required for coaching. If you are in a coaching position, you will be focused on objectives or short-term concerns, as opposed to if you are in a mentoring situation, where the connection will be much deeper and will take place over a longer length of time to be successful. (Anderson et al, 2009).
Because of its simplicity and effectiveness, the GROW approach of coaching is frequently employed by many coaches today. GROW is an abbreviation in which G stands for goal, R stands for reality, O stands for options, and W stands for will. It's a simple model to understand. First and foremost, you must create a goal in relation to the issue you want to tackle. Following that, you must comprehend the existing ground truth or circumstance. After that, you evaluate your possibilities as well as the barriers that stand in your way of attaining your objective. The last phase, Will, depicts the possible acts that might be made to achieve the goal. 
[image: The GROW model Coaching Framework | Culture at Work]
Source: coachingcultureatwork.com 

Max Landsberg uses some tips for using Grow Model: think creatively, illustrate, and check understanding, extract useful ideas from coachee. 
3. Critically evaluate the role of coaching and mentoring in building resilience and dealing with change. 
When it comes to resilience, it is not about pushing through, gaining charge, or keeping on regardless of how you are feeling; rather, it is about creating methods that help you cope when faced with difficult circumstances. Resilience couching may help you cope with change at home or work, health issues or a challenging relationship. 
Change management is the process of describing and implementing change in both internal and external processes. Everyone engaged must understand the steps and outcomes of the transformation.
Any problem that constitutes a block to achieving change is referred to as resistance to change. Individuals or organisations are often the cause of opposition, but obsolete systems or procedures that do not match contemporary business circumstances may also be a source of resistance.
There are many drivers of organisational change. These are some of them:

· Opportunities for expansion, particularly in new markets.
· Downturns in the economy and difficult trade circumstances
· Changes in strategic goals.
· Innovations in technology.
· New entrants, mergers, and acquisitions are all examples of competitive pressures.
· Pressure from customers or suppliers, especially in markets that are changing.
· Learning new organisational skills and behaviours.
· Legislation and initiatives enacted by the government. (CIPD, 2020)

The project and the organisation pay additional costs and risks when the human component of change is overlooked or inadequately handled. Effective change management, in this context, is a cost-cutting and risk-mitigation strategy. While these initiatives might take a variety of shapes, the reality remains that disregarding or misappropriating the people side of change has serious ramifications for project success.
Effective change management helps us prevent the extra and unnecessary expenditures that we will spend if the people side of change is not properly managed. Effective change management assists us in reducing the extra and unnecessary risks we will face if the people side of change is not properly managed. Positioning change management as a cost-cutting or risk-mitigation strategy may be an effective way to get the word out about its worth. This method may also assist you in gaining support for allocating time, energy, and resources to the people side of change management.
Having a resilient staff helps your organisation in numerous ways, including increasing motivation, adaptability to change, and reducing burnout. It also enhances workers' general health since occupational resilience and wellness are connected. Mental wellness enhances productivity and reduces absenteeism and presenteeism.
4. Critically evaluate your own performance in the peer coaching exercise with reference to relevant reflective cycles and the coaching model used.
Initially, in my role as a coach for my colleague, I attempted to understand the difficulties that my colleague was experiencing. I have deduced that he does not feel confidence in asking his friends for assistance and that he finds it difficult to complete the assignment within a certain time frame. Open and closed inquiries and methods were used throughout the exercise to determine why the coachee had come in for a coaching session with me. I believe I have done all possible to increase his participation and morale in such a short amount of time. As a coachee, I felt comfortable discussing myself with others, and I've realised that I need to practise more to be confident and open in front of others. The only negative aspect of this activity, in my opinion, was the failure to ask the proper question to the coachee at the appropriate time. The comment that the professor made to me was that I did not notify the coachee about the module that I would be using as a coach at the beginning of the session, which caused me to feel like everyone else in the room. I tried to make the coachee feel comfortable before telling him what I was about to do and asking whether he was okay with it.
Overall, I had a great time with the exercise, and I learnt some new concepts that I want to put into practise as soon as possible after finishing it. I have gained a better understanding of myself, showcasing both my talents and faults.
I believe I am an effective listener. I have the capacity to relate to and comprehend other people's problems. I can acquire their confidence in a short amount of time. The benefits of developing trust include the ease with which members may voice their concerns. My conversation with and listening to my colleague has been a pleasure. I need to ask them better questions and provide them better alternatives for resolving the situation.
Using Instant Pay-Off model was very useful. It was a quick way to coach somebody in a short period of time. The better option to Coach someone properly and to find out all the problems, is by using GROW model. 
In future I would like to take training to improve my coaching and mentoring skills. 










PDP PLAN

	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	I wish to improve my ability to coach others.



	Enrol in learning parts of lectures that provide training programmes. Examining coaching tactics and real-life situations
	to rearrange my schedule
	Personal and professional growth
	6 monts-1 years





















Conclusion

According to the findings of the research, programmes of coaching and mentoring are required for both professional and personal development. Individuals must participate in coaching and mentoring activities if they are to recognise their future areas of competence and abilities, it might be argued. Individuals have been compelled to see their own potential because of sessions of coaching and mentoring. However, since they already possess the characteristics, participation in such activities limits their opportunity to display their latent potential. In addition to talent management, educational programmes, leadership initiatives, and other organisational activities, according to the report, coaching and mentoring are also used in other areas.
The purpose of this study was to explore the role of line managers in the process of coaching and mentoring. For the sake of simplicity, a line manager is responsible for optimising the productivity and resources of employees to fulfil certain functional or non-functional objectives. To have a better understanding of the job, the research has included some of the tasks and competencies of line managers.
Throughout this part, we will look at the notion of change management in more detail. According on the data, adjustments are being implemented inside the organisation to improve the company's production and service efficiency. To implement remedies, managers must first identify functional problems in the process they are overseeing. In the attachment, you will find a change model that describes the process of implementing accepted changes inside organisations with the assistance of coaches and mentors. It was necessary to do a reflective analysis to highlight the strengths and limitations of one's own coaching talents for this report.
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